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ABSTRACT 
 
Retaining workforce in small and medium enterprises (SMEs) is based on the 
determinations of HR practices. The aim of this study is to determine the relationship 
between HR practices of training and development, performance management, rewards, 
benefit package and employee engagement on retaining workforce in small and 
medium enterprises (SMEs). This cross sectional study was conducted among 101 
small and medium enterprises (SMEs) from W.P Putrajaya. Random sampling 
technique was the sampling technique used in this study. Five adapted questionnaire 
from the journal “The Impact of Human Resource Management Practices on Marketing 
Executive Turnover of Leasing Companies in Sri Lanka” by Ruwan Abeysekera (2007) 
were used to measure the HR practices on retaining workforce in small and medium 
enterprises (SMEs). Regression analysis was applied to test the hypotheses. The result 
showed that training and development is the influencing HR practice of the respondents 
in retaining workforce in small and medium enterprises (SMEs). Finally discussion, 
implication of the study, limitation of the study, recommendation and conclusion also 
were discussed in order to create platform for future researcher to enhance this study. In 
the nut shell, it was proven that the HR practice namely training and development 
contributed in retaining workforce in small and medium enterprises (SMEs).  
 
Keywords: HR Practices, Training and Development, Performance Management,   
        Rewards, Benefit Package, Employee Engagement, Retaining Workforce   
        and Small and Medium Enterprises. 
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ABSTRAK 
 
Mengekalkan tenaga kerja dalam perusahaan kecil dan sederhana adalah berdasarkan 
kepada penetuan amalan-amalan sumber manusia. Tujuan kajian ini adalah untuk 
mengkaji hubungan antara amalan-amalan sumber manusia seperti latihan dan 
pembangunan, pengurusan prestasi, ganjaran, pakej faedah dan penglibatan pekerja, 
dan mengekalkan tenaga kerja dalam perusahaan kecil dan sederhana. Kajian keratin 
rentas telah dijalankan di kalangan 101 perushaan kecil dan sederhana dari W.P 
Putrajaya. Teknik persampelan rawak adalah teknik persampelan yang digunakan 
dalam kajian ini. Instrument yang digunakan untuk mengumpul data dalam kajian ini 
adalah boring soal selidik dan terdapat lima boring soal selidik yang telah disesuaikan 
daripad jurnal bertajuk “Kesan Amalan Pengurusan Sumber Manusia pada Peletakan 
Jawatan dikalangan Eksekutif Pemasaran di Syarikat Pemajakan di Sri Lanka” oleh 
Ruwan Abeysekera (2007) dan digunakan untuk mengukur amalan-amalan sumber 
manusia seperti latihan dan pembangunan, pengurusan prestasi ganjaran, pakej faedah 
dan penglibatan pekerja dan mengekalkan tenaga kerja dalam perusahaan kecil dan 
sederhana. Analisis regresi telah digunakan untuk menguji hipotesis. Secara 
keseluruhannya, dapatan kajian menunjukkan bahawa amalan yang mempengaruhi 
rsponden untuk mengekalkan tenaga kerja dalam perusahaan kecil dan sederhana. 
Didalam kajian ini juga, perbincangan, batasan kajian, cadangan dan kesimpulan juga 
telah dibincangkan dengan bertujuan untuk mewujudkan satu platform kepada para 
penyelidik masa depan untuk meningkatkan kajian ini. Kesimpulanya, telah dibukti 
bahawa amalan pengurusan sumber manusia iaitu latihan dan pembangunan yang 
menyumbang dalam mengekalkan tenaga kerja dalam perusahaan kecil dan sederhana. 
  
Kata kunci: Amalan-Amalan Sumber Manusia, Latihan dan Pembangunan, Pengurusan 
         Prestasi, Ganjaran, Pakej Faedah, Penglibatan Pekerja, Menguruskan     
         Tenaga Kerja dan Perusahaan Kecil dan Sederhana. 
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CHAPTER 1 
INTRODUCTION 
1.0 Background of the Study 
The globalization arena has changed the business environment and therefore the world 
flattering more competitive in economic sector. The countries are competing with each 
other to become global economic players. Every government completely persuade for the 
emergence of numerous new business and industry. Eventually, due to the existence of 
multitude organizations in same industry as well as different industry tend to opponent 
each other towards lead the economic. Every organization acquires several methods to 
ensure their continuous growth and sustainability in the market. In the conjunction with 
these circumstances, the organizations make responding for distinction on organizational 
culture, principle, business direction and last but not least HRM.  
 However, as per agreed on a national scale the Human Resource Management is 
the foremost vital part for an organization. This is because; employees are company’s 
primary asset that lead and direct the company’s other investment. According to Goold 
and Quinn (1990), Human Resource Management (HRM) is reckoned as the primary 
apparatus whereby Managers assimilate the contribution and efforts of employees to 
ensure those actions are fitting to the organizations goal. Fundamentally, it is extent to 
which “how an organization manage the employees towards achieve its goal”. The 
overall Human Resource Management in an organization comprised with three major 
elements such attract, motivate and retain the employees in their organization. Based on 
Singh (2003), the tradition function of HR is attraction, retention; motivation and 
development of human resource align with current and future requirements.  
The contents of 
the thesis is for 
internal user 
only 
REFERENCES  
Abeysekera, R. (2007). “The Impact of Human Resource Management Practices on 
Marketing Executive Turnover of Leasing Companies in Sri Lanka” Contemporary 
Management Research, Pages 233-253, Vol. 3, September. 
 
Agarwal, R. (2000). "Individual Acceptance of New Infor-mation Technologies," in 
Framing the  Domains of IT Management Research: Glimpsing the Future through the 
Past, R.  W. Zmud (ed.), Pinnaflex, Cincinnati, OH.  
 
Alexandra Beauregard, T., Henry, C. L. (2009). Making the link between work-life 
 balance practices and organizational performance. Human Resource Management 
 Review, 19, 9–22 
 
Ashill, N.J., Rod, M. & Carruthers, J. (2008). The effect of management commitment to s
 ervice quality on front line employees’ job attitudes, turnover intentions and 
 service recovery performance in a new public management context. Journal of 
 Strategic Marketing, 16(5), 437-462. 
 
Armstrong, M. (2000). Strategic human resource management: a guide to action. United 
 Kingdom: Kogan Page Limited. 
 
Armstrong, M. (2006). A handbook of human resource management practice (10th 
 edition). United Kingdom: Kogan Page Limited. 
 
Bartlett, C.A., Ghoshal, S. (2002). "Building competitive advantage through people", 
 Sloan Management Review, Vol. 43 No.2, pp.34-41. 
Batt, R., & Valcour, P. (2003). Human Reseources Practices as Predictors of Work- 
 Family Outcomes and Employee Turnover. Industrial Relations , 42(2). 
 
Baublyte, D. (2010). Talent Management: Myth or Reality in Today’s SMEs?, A Study 
 into the Importance and Use of Talent Management within Small and Medium-S
 ized Enterprises. 
 
Beaumont, P. (1992). "The US human resource management literature: a review", in 
 Salaman, G. (Eds),Human Resource Strategies, Sage, London, pp.20-37. 
Bernadin, H.J. (2007). Human resource management: An exponential approach. 
 4th ed. NewYork: McGraw-Hill Irwin. P. 253-277. 
 
Boxall, P., Purcell, J. (2000). "Strategic human resource management: where have we 
 come from and where should we be going?", International Journal of 
 Management Reviews, Vol. 2 No.2, pp.183-203. 
Boxall, P., Purcell, J. (2011). Strategy and Human Resource Management, 3rd ed., 
 Palgrave Macmillan, Houndsmills, . 
Beck,S., (2001). Why associates leave and strategies to keep them, American Layer 
 Medical, LP,5(2),2001,23-27.  
 
Burden, R. and Proctor, T. (2000). Creating a sustainable competitive advantage through 
 training. Team Performance Management 6(5,6): 90-97. 
 
Bushardt, S. C., Fretwell, C. et al. (1994). Continuous Improvement through Employee 
 Training: A Case Example from the 
 
Cappelli, P. (2000). Managing Without Commitment. Organizational Dynamics 28(4): 
 11-24. 
 
Cappelli, P. (2008). "Talent management for the twenty-first century", Harvard Business 
 Review, Vol. 86 No.3, March, pp.74-81. 
Carlson, D. S., Upton, N., & Seaman, S. (2006). The impact of human resource practices 
 and compensation design on performance: An analysis of family-owned SMEs. 
 Journal of Small Business Management, 44(4), 531–543. 
 
Chandra, C., Kumar, S. (2000). "Supply chain management in theory and practice: a 
 passing fad or a fundamental change?", Industrial Management and Data 
 Systems, Vol. 100 No.3, pp.100-13. 
 
Cheese, P., Thomas, R., Craig, E. (2008), The Talent Powered Organization: Strategies 
 for Globalization, Talent Management and High Performance, Kogan Page, 
 London, . 
 
Chen, H.M., Hsieh, Y.H. (2006). Key trends of the Total Reward System in the 21st 
 Century. Compensation and Benefits Review, 38(6), 64. 
Chen, S. F. (2001). Learning through computer-based concept mapping with scaffolding 
 aid. Journal of Computer Assisted Learning, 17, 21–33. 
 
Cheng, A. and Brown, A. (1998). HRM Strategies and labour turnover in the hotel 
 industry: a comparative study of Australia and Singapore. International Journal of 
 Human Resource Management 9: 136-154. 
 
Chenhall, R. (2005). "Integrative strategic performance measurement systems, strategic 
 alignment of manufacturing, learning and strategic outcomes: an exploratory 
 study", Accounting, Organizations and Society, Vol. 30 No.5, pp.395-422. 
 
Chiu, R.K., Luk, V.W.M., Tang, T.L.P. (2002). Retaining and motivating employees: 
 Compensation preferences in Hong Kong and China. Personnel Review, 31(4) 
 402-431. 
 
Clarke,K.F., (2001). What business are going to attract and retain employees-becoming 
 an employer of choice, Employee benefit journal, 34-37. 
 
Corporate Leadership Council, Improving employee performance in economic 
 downtime, (2007). (Corporate Executive board, Washington, DC). 
 Deovsek,D.,Creating highly engaged and committed employees starts at the top 
 and ends at the bottom line, Credit union national Association inc,May2008. 
 
Datta, D.K., Guthrie, J.P., Wright, P.M. (2005). "Human resource management and labor 
 productivity: does industry matter?", Academy of Management Journal, Vol. 48 
 No.1, pp.135-45. 
Daud, N. (2006). The Moderating Roles of Strategies And Environmental 
 Uncertainties. Human Resource Management Practices and Firm Performance 
 
Demovsek, D. (2008). Employee Retention Through Employee Engagement. 
 International Journal of Business and Management Invention ISSN (Online): 
 2319 – 8028, ISSN (Print): 2319 – 801X www.ijbmi.org Volume 2 Issue 8ǁ 
 August. 2013ǁ PP.09 16 
 
Deeprose, D. (1994). How to recognize and reward employees. New York: AMACOM. 
 
Devins, D., Johnson, S., Sutherland, J. (2004). "Employer characteristics and employee 
 training outcomes in UK SMEs: a multivariate analysis", Journal of Small 
 Business and Enterprise Development, Vol. 11 No.4, pp.449-57. 
 
Delery, J. E., & Doty, D. H. (1996). Modes of theorizing in strategic human resource 
 management: tests of universalistic, contingency, and configurations performance 
 predictions. Academy of Management Journal, 39(4), 802-835. 
 
Edward, E. L. III, Christopher, G. W. (2006). Winning support for organizational change: 
 Designing employee reward systems that keep on working. Ivey Business Journal 
 Online, March/April 2006. 
Financial Services Industry. The Learning Organization: An International Journal 1(1): 
 11-16. 
Fisher, J. (1995). "Contingency-based research on management control systems", Journal 
 of Accounting Literature, Vol. 14 pp.24-53. 
Garavan, T.N. (1997). "Training, development, education and learning: different or the 
 same?", Journal of European Industrial Training, Vol. 21 No.2, pp.39-50. 
Ghoshal, S. (2003). Managing personal human capital: New ethos for the ‘volunteer’ 
 employee. European Management Journal, 21: 1-10. 
Green, A.E., Martinez-Solano, E. (2011). "Leveraging training skills development in 
 SMEs – an analysis of the West Midlands, England, UK", available at: 
 www.oecd.org/dataoecd/52/47/49180418.pdf (accessed 12 January 2012), . 
 
Goold, M. and Quinn, J. J. (1990). ‘The paradox of strategic controls’ Strategic 
 Management Journal, 11, 43-57. 
 
Guest, D. (1995). "Human resource management, trade unions and industrial relations", 
 in Storey, J. (Eds),Human Resource Management: A Critical Text, Routledge, 
 London, pp.110-41. 
Gupta, S., & Kabundi, A. (2009). Forecasting Real House Price Growth in the 
 Nine Census Divisions of the US. Working Paper No. 200902, Department of 
 Economics, University of Pretoria. 
 
Haas, M.D., Kleingeld, A. (1998). "Multilevel design of performance measurement 
 systems: enhancing strategic dialogue through the organization", Management 
 Accounting Research, Vol. 10 pp.223-61. 
 
Haines, V., Jalette, P., & Larose, K. (2010). The Influence of Human Resourse 
 Management Practices on Employee Voluntary Turnover Rates in the Canadian 
 Non Gorvenmental Sector. Industrial and Labor Relations Review , 
 63(2), 228-246. 
 
Heneman, R.L., J.W. Tansky and S.J. Camp. (2000). “Human Resource Management 
 Practices in Small and Medium Sized Enterprises: Unanswered Questions and 
 Future Research perspectives,” Entrepreneurship Theory and Practice 25(1), 11- 
 26  ICSI Herald, Vol. IX, No.4, April 1998. p.13. 
Horwitz, B., Poeppel, D., (2003). How can EEG/MEG and fMRI/PET data be combined? 
 Hum. Brain Mapp. 17, 1–3. 
 
Houldsworth, E., Jirasinghe, D. (2006). "Managing and measuring employee 
 performance", Lessons from Research into HR Practice, Kogan Page, London, . 
 
Hudson, M, Smart, A and Bourne, M, (2001). Theory and practice in SME performance 
 measurement systems, International Journal of Operations and Production 
 Management Vol 21,No 8, pp1096-1115 
 
Huselid, M.A. (1995). "The impact of human resource management practices on 
 turnover, productivity and corporate financial performance", Academy of 
 Management Journal, Vol. 38 pp.635-670. 
Jackson, S., Schuler, R.S. (1995). "Understanding human resource management in the 
 context of organizations and their environment", Annual Review of Psychology, 
 Vol. 46 pp.237-64. 
Johnson, Simon, Peter Boone, Alasdair Breach, and Eric Friedman. (2000). “Corporate 
 Governance in the Asian Financial Crisis.” Journal of Financial Economics, 
 forthcoming 
 
Kaplan, R.S., Norton, D.P. (2008). "Mastering the management system", Harvard 
 Business Review, Vol. 86 No.1, pp.63-77. 
 
King, A. S. (1997). The crescendo effect in career motivation. Career Development  
 International 2: 293-301. 
 
Kishore, K., Majumda, M., Kiran, V,. (2012). “Innovative HR Strategies for SMEs”, 
 IOSR Journal of Business and Management (IOSRJBM) ISSN: 2278-487X 
 Volume 2, Issue 6 (July-Aug. 2012), PP 01-08 www.iosrjournals.org  
 
Krejcie, R.V., Morgan, D.W. (1970). “Determining Sample Size for Research Activities”, 
Educational and Psychological Measurement,  
 
Kloot, L., Martin, J. (2000). "Strategic performance management: a balanced approach to 
 performance management issues in local government", Management Accounting 
 Research, Vol. 11 No.2, pp.231-51. 
 
Lawson, R., Stratton, W., Hatch, T. (2003). "The benefits of a scorecard system", CMA 
 Management, No.June/July, pp.24-6. 
 
Legge, K. (1995), Human Resource Management: Rhetorics and Reality, Macmillan 
 Business, London, 
Lepak, D. P., & Snell, S. A. (2002). Examining the human resource architecture: The 
 relationships among human capital, employment, and human resource 
 configurations. Journal of Management, 28(4), 517-543. 
 
Linge, J.H., Schiemann, W.A. (1996). "From the balanced scorecard to strategic gauches: 
 is measurement worth it?", Management Review, Vol. 85 No.3, pp.56-61. 
Losey, J. E., and R. F. Denno (1998). Interspecific variationin the escape responses of 
 aphids: effect on risk of predation from foliar-foraging and ground-foraging 
 predators. Oecologia 115:245–252. 
 
Maertz, C.P., & Griffeth, R.W. (2004). Eight motivational forces and voluntary turnover: 
 A theoretical synthesis with implications for research. Journal of Management, 
 30, 5, 667–68 
 
Mathews, B. P., Ueno, A., et al. (2001). Quality training: findings from a European 
 survey. The TQM Magazine 13(1): 61-71. 
 
McCauley, C.D., Moxley, R.S., Van Velsor, E. (1998). The Center for Creative 
 Leadership Handbook of Leadership Development, Jossey-Bass Publishers, San 
 Francisco, CA, . 
 
McEvoy, G. M. (1984). Small business personnel practices. Journal of Small Business 
 Management (pre-1986), 22(4), 1-8. 
 
McGunnigle, P.J., Jameson, S.M. (2000). "HRM in UK hotels: a focus on commitment", 
 Employee Relations, Vol. 22 No.4, pp.403-22. 
McLagan, P.A (1983). Models for Excellence: The Conclusions and Recommendations of 
 the ASTD Training and Development Competency Study, American Society for 
 Training and Development, Washington, DC, . 
Meyer, J. P. & Allen, N. J. (1997). Commitment in the workplace: Theory, research, and 
 application. Thousand Oaks (C.A.): Sage Publications. 
 
Milkovich, G.T. and Newman, J.M. (2008). Compensation (9th ed), McGraw-Hill, Irwin. 
 
Mitchell, Mark L. and Erik Stafford. (2000). “Managerial Decisions and Long Term 
Stock 
 Price Performance.” Journal of Business. 73, pp. 287-329. 
 
Mondy, R.W. (2010). Human Resource Management, 11th ed., Pearson/Prentice Hall, 
 Upper Saddle River, NJ, . 
Motwani, J. G., Frahm, M. L., et al. (1994). Quality Training:The Key to Quality 
 Improvement. Training for Quality 2(2): 7-12. 
 
Morgan, H.J. (2008). "I hired you, you're perfect … now stay! (The top ten list for 
 retaining top  talent)", Business Strategy Series, ISSN 1751-5637, Vol. 9 No.3, 
 pp.119-25. 
Neely, A. (1998). Measurement Business Performance – Why, What and How, The 
 Economist, London, . 
Organ, D. W. 1988. Organizational citizenship behavior: The good soldier syndrome. 
 Lexington, MA: Lexington Books. 
 
Ngah, R., & Ibrahim, A. R. (2009). The relationship of intellectual capital, innovation 
 and  organizational performance: A preliminary study in Malaysian SMEs. 
 International Journal of Management Innovation Systems, 1(1), 1-13. 
 
Radnor, Z.J., Lovell, B. (2003). "Success factors for implementation of the balance 
 scorecard in a  NHS multi-agency setting", International Journal of Health Care 
 Quality Assurance, Vol. 16 No.2, pp.99-108. 
Richey, R, Fields D, Foxon M (2001). International Board of Standards for Training, 
 Performance and Instruction: Instructional Design Competencies: The Standards, 
 3rd ed, ERIC Clearinghouse on Information Technology, . 
 
Roepke, R., Agarwal, R., et al. (2000). Aligning the IT Human Resource with Business 
 Vision: The Leadership Initiative at 3M. MIS Quarterly 24(2): 327-353. 
 
Ruzainy Alwi, M. (2012). “Job Characteristics and Employee Wellbeing”, A Case of 
 Malaysian’s SMEs, 
 
Schneider, B. (1994). "HRM – a service perspective", International Journal of Service 
 Industry Management, Vol. 5 No.1, pp.64-76. 
Schneiderman, A. (1999). "Why balanced scorecards fail", Journal of Strategic 
 Performance Measurement, (special edition), pp.6-11. 
 
Schuler, R.S., Jackson, S.E., Story, J., (2000). HRM and its link with strategic 
 management. In: Storey, J. (Ed.), Human resource management: a critical text. IT, 
 London. 
 
Sekaran, U. (2003). Research Methods for Business A Skill Building Approach (4th end). 
 New York: John Wiley, 292-297. 
 
Sekaran, U. (2000). Research Methods for Business: A Skill-building Approach. Third 
 Ed. New York: John Wiley & Sons, Inc., p. 288. 
 
Shub, A.N., Stonebraker, P.W. (2009). "The human impact on supply chains: evaluating 
 the importance of ‘soft’ areas on integration and performance", Supply Chain 
 Management:  An International Journal, Vol. 14 No.1, pp.31-40. 
Shuck, B. (2009). Strategic Human Resource Development & Employee Engagement. 
 Nova Southeastern University, Huzienga School of Business for Executive MBA 
 students, Daive, FL. 
 
Singh, K. (2003). "Strategic HR orientation and firm performance in India", The 
 International Journal of Human Resource Management, Vol. 14 No.June, pp.530-
 43. 
Sisson, K. (1994). Personnel Management, Blackwell, Oxford, 
Storey, D.J., Greene, F.J. (2010). Small Business and Entrepreneurship, Prentice Hall, 
 Harlow, . 
Subramony, M. (2006). "Why organizations adopt some human resource management 
 practices and reject others: an exploration of rationales", Human Resource 
 Management, Vol. 45 No.2, pp.195-210. 
Switzer, M. and Kleiner, B. H. (1996). New developments in training teams effectively. 
 Training for  Quality 4 (1): 12-17. 
 
Taleo, (2006). Talent Intelligent, Journal of Your Profile, Grow Your Business.  
 
Tett, R.P. and Meyer,J.P. (1993). Job satisfaction, organizational commitment, turnover 
 intention and turnover: Path analyses based on metaanalytic findings. Personnel 
 Psychology, 46,259-290. 
 
Tziner, A. & Birati, A. (1996). Assessing Employee Turnover Costs: A Revised 
 Approach. Human Resource Management Review 6, 133-122. 
 
Tzafrir, S. S. (2006). A universalistic perspective for explaining the relationship between 
 HRM  practices and firm performance at different points in time. Journal of 
 Managerial Psychology, 21(2), 109-130. 
 
Veloulsou, C., & Pamgyrakis, G. (2004). Consumer Brand Managers' Job Stress, Job 
 Satisfaction, Perceived Performance and Intention to Leave. Journal of 
 Marketing Management , 105-131 
 
Winterton, J. (2007). "Training, development, and competence", in Boxall, P., Purcell, J., 
 Wright, P. (Eds),The  Oxford Handbook of Human Resource Management, 
 Oxford University Press, Oxford, pp.324-43. 
WorldatWork. (2007). The WorldatWork handbook of compensation, benefits & total 
 rewards. New Jersey: John Wiley and Sons 
Zheng, C., O'Neill, G., Morrison, M. (2007). "Ownership and strategic choice of HRM 
 methods by Chinese small medium enterprises", Asia Pacific Journal of 
 Economics and Business, Vol. 11 No.1, pp.25-39. 
Zikmund W G. (2003). Business Research Methods, 7th edition, Thomson/South-
 Western.  
 
http://www.smecorp.gov.my/vn2/node/59 
 
 
